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ABSTRACT (100-200 WORDS):
Between 25 and 40 percent of all expatriates trom the United States fail. On average, this
costs United States corporations $3.4 billion per year. The purpose of this thesis is to examine
reasons why companies as well as employees choose to engage in expatriation, why or why not
expatriates adjust to foreign environments, and why expatriates fail. From this examination,
recommendations will be made to help to lower the failure rate.
The scope of this thesis is it to provide large (more than 200 employees) United Statesbased international organizations with recommendations that will help the expatriate and the
organization get the most trom the experience. This thesis will not discuss all of the reasons
employees choose to engage in expatriation or all the reasons why expatriates do or do not adjust
to foreign environments. However, the examination is limited to topics that were researched the
most by various authors.
All of the research was found in the Northern Illinois University Library. The major
findings resulted trom journal articles, article reviews, and magazines. My examination revealed
that the major reasons expatriates fail is the inability for the family to adjust, lack of training,
failure to retain former expatriates, inadequate selection criteria, unrealistic expectations on the
,
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part of the expatriate, identityconflicts,and the complexityof the work assignments.

In order to lower the failure rate, international organizations should engage in adaptability
screening and offer flexible benefit packages. Effective training requires an investment in an
intercultural specialist, acculturation by the expatriates, and proper training. In order to retain
former expatriates, when the employee returns to the home office, he or she should be put in a
position which uses the skills gained abroad. Proper succession planning will also lessen the
uncertainty expatriates have when they return. When selecting expatriates, organizations should
have a taxonomy that links specific behavioral tendencies to probable levels of overseas
productivity. Unrealistic expectations can be overcome by realistic job previews. Home and host
office support may help lessen identity conflicts and also help expatriates deal with the complex
and challenging tasks dealt within the new location.
Because of the large amount of money and time put into expatriation, organizations
should follow the specific recommendations explained in this thesis to help lower the failure rate.
The recommendations will benefit both the organization and the individual. The factors which go
into a decision to send an employee abroad must not be overlooked. Proper training, selection,
and support trom the home and host offices will give the biggest return on investment for the
organization and the expatriate.

EXPATRIATION
In today's business environment, many firms are expanding overseas in order to
maintain their competitiveness. In many cases, international organizations are sending
their own executives, called expatriates, to work at these foreign sites. A 1994 survey has
revealed that international relocation increased 30 percent in the United States from 1994
to 1995 (Caliri 6). Among the companies who engage in expatriation are Campbell Soup,
Ford Motor Company, and Hershey International.
However, as the number of expatriates sent abroad increases each year, so does
their failure rate. Corporations spend a substantial amount of money to send their
employees to a foreign site, yet many overlook important issues which may determine the
successfulness of the time spent abroad. This paper will examine reasons why companies
as well as employees engage in expatriation, why or why not employees adjust, why
expatriates fail, and recommendations to lower the failure rate.
REASONS FOR EXPATRIATION
Expatriates are sent abroad for a variety of organizational purposes which include
solving staffing shortages, exerting control in overseas subsidiaries, and developing
managerial talent (Feldman and Thomas 271). For most United States' corporations,
these foreign assignments are temporary with an average length of stay being three to five
years. The average age of expatriate employees is between 30 and 45 years and only three
percent are women (Harvey 85).
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Advantages To Expatriation
There are a wide variety of reasons why an employee would want to be sent on a
foreign assignment. First, employees receive an increase in compensation and benefits.
The additional benefits may include, but are not limited to, a rest and relaxation leave, an
assignment extension bonus and/or a completion bonus. A rest and relaxation leave is a
period of time away trom the work location granted to expatriates and their families. The
company reimburses all travel, accommodations, meals and incidental expenses that the
expatriate incurs. Assignment extension bonuses are lump sum inducement payments
given to an employee who has completed his or her assignment term and would like to
extend the assignment for a mutually agreed period of time. Completion bonuses are lump
sum payments given to the employee at the termination of the foreign assignment and
return to the United States (Van Pelt and Wolniansky 57).
There are also large potential income tax savings for an individual who terminates
his or her United States citizenship. Some foreign locations, including St. Kitts Nevis and
the Cayman Islands levy no income taxes. Therefore, expatriates who claim citizenship in
locations such as these will pay no income taxes. However, all United States expatriates,
regardless of citizenship status, will always pay the full federal income tax. For example,
the heirs of John Dorrance III, the Campbell Soup founder, pay only a two percent estate
tax in their new homeland, Ireland. But, they incur a United States withholding tax of30
percent on the $30 million they receive in dividends every year trom Campbell. (Lenzer
and Mao 132).
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Other expatriates choose foreign assignments because they are exciting and full
of adventure.

The transfer may offer a challenge and opportunity for personal growth.

Potential expatriates may wish to increase their knowledge about international business.
Expatriates may also believe that relocation to a foreign environment will ultimately
benefit their career with an opportunity for advancement. Increased responsibility, career
development, prestige, status, and experience are benefits to be derived from the
assignment (Harvey 86).
CHARACTERISTICS

OF SUCCESSFUL EXPATRIATE EXPERIENCES

Studies show that expatriates who adapt well to foreign assignments have certain
characteristics. The most respected expatriates are bicultural. These expatriates speak the
local language fluently and they are well integrated with the local culture as well as the
international expatriate circle. The most effective expatriate make serious efforts to
acculturate and work within the host culture (Osland 49).
Cultural Mentor
There is a strong link between being a successful, well-acculturated expatriate and
having a cultural mentor. Cultural mentors are individuals from the host culture who
translate that culture for expatriates and warn them of potential problems. Expatriates
with cultural mentors tend to be more fluent in the language of their host country. They
also typically perceive themselves as being better adapted to the working and general
living conditions abroad. In addition, they receive higher performance appraisal ratings
from their supervisors and themselves (Osland 50).
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Positive Job Attitude
A successful expatriate experience is defined as a positive job attitude by the
employee towards the new assignment in terms of job satisfaction, internal work
motivation, and feelings of influence as well as mastery over the new environment
(Feldman and Thomas 277).
Completes Assignment To Full-Term
A more objective and measurable definition of a successful expatriate is one who
completes his or her assignment to the full term. In other words, expatriate failure is
defined as returning home prematurely trom an assignment abroad. However, this
definition ignores the indirect costs such as lost productivity, damaged organizational
reputation, personal problems for the employee, and the inability for the employee to
readjust back to the home culture (Grove 112).
CAUSES OF EXPATRiATE FAILURE
Depending on the source, 25 to 40 percent of all expatriates trom the United
States fail. The cost of premature return of expatriates range trom $50,000 to $150,000
per returnee. On average, expatriate failure costs United States corporations $3.4 billion
per year (Harvey 84).
Inability For Family Adjustment
The leading cause of expatriate failure in American organizations is the inability of
the spouse and family to adjust to the different physical and cultural environment (Grove
113). The family as well as the expatriate must deal with changes in culture, language,
business practices, and lifestyle. Coping with these changes and the move itself often
4

involves stress for the expatriate and his or her family. Studies show a direct relationship
between job performance and happiness at home (Harvey 87). The tension exhibited by
the expatriate's family may reduce the employee's ability to perform well on the job.
Recommendations
Adaptability Screening

Before a company decides to send an expatriate abroad, his or

her family should also be considered. The organization should examine whether the
candidate's family situation will enhance the success of an assignment abroad. For
example, organizations should consider whether the employee has an aged parent who
may need special attention in the future. Second, the organization should consider the
consequences of the spouse leaving his or her employment and whether the spouse can
gain employment at the foreign location. Finally, the organization must consider the
extent to which the candidate's family can be expected to adapt to the unfamiliar
environment (Grove 114).
When considering these issues, it is recommended that the organization engage in
"adaptability screening." This is a technique that should be used to assess the capability of
expatriates and their families to adjust to overseas life. In general, organizations should
take into account two primary indicators of a family's suitability for life abroad: their
success in handling similar transfers in the United States and their reaction to discussions
of the stresses that life in a foreign country will hold. The screening assessment allows the
family to self-select out of the process as they consider personal issues involved in the
transfer (Harvey 89).
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Once adaptability screening has been completed, a careful assessment of the
family's potential for acculturating in a new environment is required. This decision should
account for more than fifty percent of the selection decision. The structured selection
system shown in Appendix A is recommended because it not only serves to achieve
consistency, but it can bring the selection process IToman abstract and haphazard
procedure to a more concrete, quantifable one. The biggest advantage to this system is its
flexibility. It can be used by diversified businesses and it can be tailored to a specific
country's critical variables (Harvey 90).
Flexible Benefit Packages

In order to meet the specific needs of expatriate managers,

organizations should offer flexible benefits packages. Most expatriate benefit packages
are designed to meet the needs of the traditional family; employed husband, non-employed
wife and children. Benefit packages should be modified for employees who are married,
single, female, or those in dual-career situations. Such modifications may include
increased lead time in announcing assignments, executive search services for the partner in
dual-career couples, and payment for "staying connected" to those couples who choose
some form of commuting rather than simultaneously relocating abroad. This may include
telephone and airfare expenses (Adler 55).
Lack of Training
Another reason for expatriate failure is lack of training or improper training. When
such training support is not offered, the probability offailure increases dramatically. The
"encounter stage," defined by the first six months of an expatriate assignment, is the most
difficult. This stage is characterized by uncertainty, difficulty, strangeness, exhilaration,
6

extreme ups and downs, and intense, accelerated learning (Osland 48). Yet it is in this
time period that the home office often has the highest expectations for performance.
Without preparation in key cross-cultural skills, that time period has the highest likelihood
of producing the poorest performance during the interim of the overseas assignment and
sets the tone for the rest of the overseas stay (Mendenhall and Oddou 77).
Many researchers observe that there is a marked deficiency on the part of United
States firms in offering comprehensive cross-cultural training to their expatriate
employees. One study shows only 68 percent of multinational companies provide their
expatriates with acculturation training. Sixty percent of that training was limited to the
"information-giving" approach, which included area briefings, some language study, and
basic cultural overviews (Mendenhall and Oddou 77).
Recommendations
Intercultural Specialists

First, organizations should invest in the knowledge and skills

accumulated by intercultural specialists. This may increase effectiveness and productivity
during, as well as after overseas assignments. The intercultural field began 30 years ago
when it provided training and support for Americans who, as Peace Corps volunteers,
were going to foreign lands to live and work. The intercultural field attempts to assist
people working outside their native countries to be successful in spite of the
misunderstandings and perplexities that occur when people from dissimilar cultural
backgrounds unite. Interculturalists focus on the "deep culture" which is defined as the
assumptions, values, habits of thought, and patterns of behavior that underlie the daily life
and work of people in each region of the world. It is recommended that organizations
7

employ at least one interculturalist for a key position in their human resources department
or engage in external intercultural consultants on an as-needed basis (Grove 113).
Evaluation of Skills

The most common training includes the study of customs,

language, and tax laws. However, additional training is necessary. With proper training,
expatriates can increase their acculturation skills, thus increasing their likelihood for
overseas success. Before employees are sent overseas, it is vitally important that they
receive an evaluation of their current expertise in skills that are critical to acculturation
and they receive training in skills that are crucial to this process. This training must be
multidimensional in nature. This means that the training must encompass all the skills
necessary to adapt to the new environment. Next, the training they receive should be
appropriate to the necessary degree of integration into the host culture by the expatriate
and family. Finally, the predeparture training should be administered by well-qualified
trainers who possess a sound understanding of the acculturation process (Mendenhall and
Oddou 77).
Predeparture Training

Predeparture training should allow trainees to evaluate their

degree of strengths and weaknesses in acculturation-related skills. If expatriates have
access to these evaluations, they can focus on their weak areas to help plan for negative
situations they may experience while overseas (Mendenhall and Oddou 77).
The scope of training should include all aspects of the acculturation process
including unforeseen obstacles and expatriate weaknesses. The depth of predeparture
training should be a function of a variety of issues: length of stay, type of involvement in
the culture, marital status, number of children, cultural toughness of the host country,
8

degree of interpersonal interaction with host nationals that will be necessary, position of
the expatriate in the subsidiary's hierarchy, type of interaction needed with host nationals,
and the likelihood of the manager needing cross-cultural skills in his or her future career in
the firm (Mendenhall and Oddou 77).
As Appendix B illustrates, with an increased need for integration with the host
culture, the type of training should increase in depth trom being strictly "information
giving" to being increasingly "affective" and "impression-oriented" in nature. As the
degree of integration increases, the length of needed training time should increase
(Mendenhall and Oddou 79).
Example of An Effective Training Program

MeanWell Corporation, a medium-sized

organization headquartered in the United States has an effective training program that
helps prepare their employees for the new environment. MeanWell engages in four
distinct training programs: predeparture training, training immediately after arrival,
training in the months after arrival, and training prior to repatriation. These training
programs are targeted not only at the employee, but at his or her family as well.
MeanWell's predeparture training lasts two or three days. This training has eight
key objectives. The first is to prioritize the practical preparations for living and working in
the host country. Next, the employees learn characteristics of social, cultural, and
business life in the host country. The third objective is to broaden the awareness of social,
cultural, and business characteristic in the United States. Fourth, the program teaches the
expatriate useful phrases in the new language. Next, the expatriate becomes as familiar as
possible with the new community. The sixth objective is to address general quality-of-life
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issues in the host community and ways of transferring interests and recreational
preferences to that community. Seventh, the expatriate makes plans for avoiding the postreturn difficulties faced by many who return trom a long assignment abroad. Finally, all
questions and concerns felt by the employee and his or her family are dealt with (Grove
115).
After the expatriate arrives, he or she is welcomed by two or three MeanWell
employees and taken to the living quarters. Beginning at once and in several brief sessions
over the next two days, the expatriate and family are given training in "instrumental skills".
This refers to the practical aspects ofliving in the quarters and in the host country.
Among other things, this training consists of familiarizing the employee with how to
efficiently use household utilities, how to obtain emergency assistance, and how to use
local public and private transportation. The expatriate is not allowed to set objectives for
the first several months in the host office that are highly demanding. This is done because
no one can be as productive in a first encounter with an unfamiliar culture as he or she was
back home. Ally expressed or implied expectation to the contrary is guaranteed to
produce unnecessary stress (Grove 116).
MeanWell realizes that intercultural training is most effective after the employee
has been in the host culture for several weeks. MeanWell allocates the largest percentage
of their training budget to in-country training for expatriates and their families during the
second and third month. This formal training requires three to five days. There are eight
key objectives to this training program.
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First, the program is designed to increase understanding of the assumptions,
values, habits of thought, and patterns of behavior of the host nationals. The second
objective is to acquire a working knowledge of the host country's national business
culture. Third, the expatriate learns the aspects of etiquette and protocol in the host
culture and in MeanWell's subculture. Next, the employee learns the psychological as
well as the physiological causes of culture shock and how to reduce its effects. Fifth, the
training program enhances skills and attitudes that lead to greater personal effectiveness in
the new culture. The sixth objective is to become familiar with the larger community,
extending beyond their nearby living and working neighborhoods. Next, the program
addresses specific quality-of-life issues in the host community and ways of transferring
interests and recreational preferences into the community. The final objective is to
continue to improve the understanding of the local language (Grove 117).
A significant number of expatriates say that adjustment upon returning home is
actually more difficult than adjustment to the host culture. Two or three months prior to
the final return home, the expatriate and family are given pre-return training which
encompasses three objectives. The first objective is to address practical issues with
respect to common problems upon returning home such as housing and education for any
children. Second, they discuss expectations about the return home and learn how to
understand that these expectations may be unrealistic. Finally, the expatriate and family
learn about readjustment stress and how to reduce its effects (Grove 117).
In the final months of the assignment, the mentor in the home country plans for the
reintegration into the home office. This mentor should be an individual that has been
11

through an expatriate experience and one who knows the employee fairly well. The
mentor should be aware of the politics and day-to-day activities in the home office. He or
she will represent the expatriate's interests as decisions are made that potentially affect him
or her. When the expatriate is about six months away trom his or her repatriation date,
the mentor should acquaint the employee with upcoming job opportunities at the home
office. Finally, the mentor should work with the employee and the human resource staff
to satisfy a position at the home office that will use the international knowledge gained
overseas (Grove 115).
Following repatriation, the family should be welcomed at their point of arrival by
two or three colleagues, including the mentor. If significant changes have been made at
the office, the employee should be given a tour to see the new facilities and meet his or her
new colleagues. The employee should be througWy debriefed upon return to the home
office. The employee should be given a position that draws heavily upon the valuable
experience gained trom working abroad. The employee should not be allowed to set
objectives for the first several months. Finally, after the family has been in the home
country for a few weeks, they should be brought together informally with two or three
other families, who within the past three or four years, have been repatriated trom an
overseas assignment. This gathering provides them an opportunity to become aware that
their repatriation problems are quite similar to those that others have experienced, and to
benefit trom the accumulated wisdom of those who have preceded them.
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Duration of Assignment
It is recommended that organizations set the duration of the assignment abroad at
three to five years. Anything thing less than three years is not enough time to become
effective and productive in an unfamiliar culture. The Japanese consider two years the
training period for their expatriates while they leave their employees overseas for five
years (Grove 114).
But, several expatriates interviewed in a study done by Feldman and Thomas
believe that staying "too long" in their assignments hurt them in sustaining a career
advancement path comparable to their domestic co-workers. Being overseas too long,
they felt, could lead to them being labeled a permanent expatriate or to their experiencing
difficulty readjusting to domestic assignments in the United States (Feldman and Thomas
283).
Failure To Retain Former Expatriates
Retaining employees with international skills is a serious problem. About 20
percent of expatriates resign after repatriation, and their companies lose the benefit of their
international knowledge. In addition, many organizations fail to plan where the employee
will be placed as they overlook their new skills gained abroad. A study prepared by Black
and Mendenhall revealed that 60 to 70 percent of repatriating employees did not know
what position they would fill before they returned home. Two-thirds of the same
expatriates reported that they were permitted to use back home the skills they learned
abroad.
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Recommendations
Use Acquired Skills

Organizations should recognize and make use of the expertise

gained by assigning them to challenging jobs that use new skills developed aborad and that
require the kind of continuous learning the person enjoyed while overseas (Osland 51).
Succession Planning

Expatiates often have strong concerns about their inability to get

a desirable repatriate assignment upon their return home. A major concern for expatriate
managers while they are away is whether they will be put into a "holding pattern" while
abroad. There are two major reasons for these holding patterns: lack of adequate
succession planning and uncertainty about the length of overseas stay. Many expatriates
return only to find jobs that do not utilize the skills and experiences they acquired overseas
on their next assignment. Those organizations that have adequate succession planning and
inform employees how long they will be overseas will have a more successful expatriate
program (Feldman and Thomas 274).
It is important that expatriates see a connection between their current job
assignments and their longer term career paths. If they do, they will be more likely to
invest the time, energy, and commitment to make their overseas assignment successful.
In fact, perceiving a connection between the expatriate assignment and long-term career
plans is significantly, and positively, related to overall performance, relationships with host
nationals, skill acquisition, intent to remain, job satisfaction, and mutual influence. It is
also negatively related to psychological stress problems (Feldman and Thomas 283).
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Inadequate Selection Criteria
It is important that organizations choose as expatriates those employees who
desire to work abroad. Studies have shown that expatriate employees who feel coerced
into the decision will have more negative attitudes toward and more trouble adjusting to
their new job assignment. To avoid this problem, employees should be given a free choice
over whether to accept expatriate assignments. Furthermore, realistic job previews will
deflate false attitudes before departure and will "vaccinate" expatriates against being
overly discouraged by initial disappointments. This will allow unwilling expatriates to selfselect out from undesired assignments (Feldman and Thomas 274).
Many multinational companies use inadequate selection criteria when choosing
future expatriate employees. It is extremely important that organizations properly select
the best employee because it costs most companies between three and five times an
employee's annual base salary to keep him or her and the family at a foreign work site
each year (Van Pelt and Wolnianksy 56). Appendix C shows the annual cost ofliving for
11 worldwide locations.
The usual criteria used to identify expatriates have been technical expertise or a
successful track record in domestic operations (Harvey 84). Often times, these people will
not be the most successful employees in overseas operations. Organizations fail to
evaluate potential expatriate employees on such criteria as international adaptability,
family adjustability, and the desire to work abroad. As a result, these otherwise successful
employees have a hard time adjusting.
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Recommendations
Taxonomy

Organizations should focus more concerted efforts into the design and

implementation of their overseas personnel selection programs. Schwind, an international
researcher, believes that one significant factor delaying human resource departments in
addressing this issue is the belief among many administrators that the acculturation process
is not understood well enough to create a valid selection program. It is recommended that
multinational companies create a taxonomy that links specific behavioral tendencies to
probable levels of overseas productivity. Because organizations currently utilize narrow
criteria in the selection of expatriates, this taxonomy may be a useful tool in validating the
selection process of employees (Mendenhall and Oddou 74).
A taxonomic knowledge of how trainees rate on measures of acculturation would
allow cross-cultural trainers to significantly enhance predeparture cross-cultural training
programs for expatriates. Knowing each trainee's strengths and weaknesses in behavioral
tendencies critical to overseas success would allow the trainer to "individualize" the
training program, developing skills that trainees are deficient in and reinforcing existing
strengths. Similarly, knowing specific weaknesses of trainees would allow the trainer to
help the expatriate prepare to deal with specific kinds of cross-cultural experiences most
likely to cause them stress. Currently, there is no conceptual guide that facilitates such an
"individual-oriented" approach to cross-cultural training, so trainers generally design
programs that are aimed at teaching groups, not individuals (Mendenhall and Oddou 74).
By classifying expatriates into behavioral profiles before departure, a reference
point is created by which subsequent measures can be statistically compared. Thus,
16

expatriates can be easily tracked throughout their overseas stay in order to examine how
and in what areas they change, what causes significant change, and whether continued
cross-cultural training while overseas has a positive impact (Mendenhall and Oddou 76).
In addition, research shows that acculturation is affected by the degree to which
the culture of the host country is incongruent with that of the home country. In other
words, some countries' cultures are more difficult to adapt to than others. This concept is
called "cultural toughness". The levels of predicted overseas effectiveness for each
combinations of "level of overall acculturation skill" and "level of cultural toughness of
the host country" are shown in Appendix D.
When overall acculturation skills are average to high and cultural toughness is low
to moderate, the expatriate can generally expect to experience a successful stay abroad.
However, when existing acculturation skills are low to average and cultural toughness is
moderate to high, it is likely that the expatriate will exhibit poor performance with the
likelihood of premature return being high. The survival cells indicate expatriates who "get
bored" overseas and who "wait their stay." Their performance meets minimum standards,
but does not reflect any creativity or initiative (Mendenhall and Oddou 76).
Unrealistic Expectations
In general, expatriates who are ambivalent or unhappy about going abroad fail to
adjust to their overseas work assignment. Managers who have unrealistic expectations
about their lives overseas will have more problems adjusting and coping with the
difficulties of international assignments. This is because newly arrived expatriates
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experience new locations that are full of ambiguity with unknown languages and customs.
Recommendations
Realistic Job Preview

It is extremely important to give the employee and his or her

family a realistic job preview. They should be presented with both positive and negative
aspects of the expatriate assignment including the realities of long-term adjustment to a
foreign culture. All candidates should talk to former expatriate employees. This is done
to give candidates and spouses every opportunity to self-select out of the process, and to
insure that whoever is chosen has expectations that are complete and accurate (Grove
114).
Identity Conflicts and Paradoxes
Expatriates may also question how much of their own identity they must give up in
order to be accepted by a different culture (Osland 47). All foreign cultures have different
norms about openness to outsiders and willingness to trust newcomers. Thus, information
that is most critical in helping newcomers adjust may be the information least likely to be
given readily to expatriate managers (Feldman and Thomas 272).
Expatriates may deal with these difficulties through psychological withdrawal or
palliative coping. An expatriate who experiences psychological withdrawal will try to
focus on the temporariness of the assignment or try to insulate himself or herself from the
foreignness of the experience as much as possible. Palliative coping consists of eating,
drinking, and sleeping more than usual to deaden the intensity of one's feelings. Both
psychological withdrawal and palliative coping increase the chances of expatriate failure.
Expatriates also have a hard time adjusting when they face paradoxes. A paradox
18

is a situation in which a person faces contradictory, mutually exclusive elements at the
same time. For example, an expatriate may face a mediation paradox if there is a lack of
integrated goals between corporate headquarters and the foreign subsidiary. Paradoxes
can also occur if these two entities have different ways of operating and do not understand
each other's culture. Managers at corporate headquarters often ask expatriates to do
things that are acceptable in the home culture but not in the host culture. Paradoxes occur
because expatriates are mediating between two cultures and two organizations (Osland
50).
Recommendations
Home and host office support

In order to prevent these problems, it is necessary that

before the employee even goes overseas, the host office insures that the expatriate and his
or her family will receive ongoing, informal support and assistance throughout the entire
experience. This type of assistance is necessary to insure that he or she is able to become
as productive as quickly as possible. The people at the host office who provide support
should include expatriates who already work there and local nationals who already have an
understanding of the culture.
Complex and Challenging Tasks
Among the other reasons why expatriates do not adjust are that they face
challenging tasks which are far more complex than what they would have been asked to
accomplish in the home country. In most cases, expatriates have more autonomy and
responsibility in their overseas work assignment than at home (Osland 47). This may
cause additional stress as well as lost productivity.
19

Recommendations
Understanding from home and host offices

For these reasons, the expatriate should

not be allowed to set objectives for the first several months in the host country.
Organizations must realize that no employee can be as productive in a first encounter with
an unfamiliar culture, as the expatriate was back in the home country. Expatriates should
be expected to settle in to the new job gradually (Grove 116).
RETURN ON INVESTMENT
Expatriation can be an exciting experience for both the employee and the
organization. Both parties invest a substantial amount of resources into the relocation. In
order for the employee and the organization to get the most out of the experience, many
factors must not be overlooked. Specifically, organizations should make sure the family of
the expatriate is adaptable to the new environment, the expatriate gets proper training, and
the organizations selects a qualified candidate. In addition, the home and host offices
must support the expatriate to prevent unrealistic expectations and paradoxes. It is
important for organizations and expatriates to follow these recommendations in order to
receive the biggest return on investment.
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APPENDIX A
SELECTION SYSTEM FOR INTERNATIONAL

CANDIDATES
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~,
j

,

'-

"

-

--,'i

Breadth of interests
Attitude toward change
Social adaptability
Tolerance for frustration
Physical and emotional stamina
Resilience
Self-reliance

27. Self-awareness
28. Self-esteem

29. Respect for equality
~30. Absence of dogmatism
COMPOSITE SCORE
Notes:

0 Ranking

,

..$
...-:;
..-::

-

.-:

-

-

scale: 1 = lowest
5 = highest
0 Critical variable designation and weighting factor are determined by country
classification.
0 Multiply rank by the weighting factor and record number for total score.

APPENDIX B
RELATIONSHIP BETWEEN DEGREE OF INTEGRATION
AND RIGOR OF CROSS-CULTURAL TRAINING

lEVEL OF
RIGOR

Length of
Training

1-2 Months

+

CROSS-CULTURAL

APPROACH
, .

IMPRESSION APPROACH
Assessmenl Center
Field Experiences
Simulations
Sensitivity Training
Extensive language Training

HIGH
'

AFFECTIVE APPROACH
Cultural Assimilator Training
language Training
Role-Playing
Critical Incidents
Cases
Stress Reduction. Training
Moderate language Training

1-4 Weeks

Less than
a Week

TRAINING

INFORMATION GIVING APPROACH
Area Briefings
Cultural Briefings
Filmsl Books
Use of Interpreters
"Survival-level" language Training

LOW

'.

DEGItEE OF
INTEGRATION

length of
Stay

lOW

1 Month
or less

MaDERA

2-12
Months

TE

HIGH

1-3
Years

APPENDIX C
ANNUAL COST OF LIVING WORLDWIDE

.t\~':~-~~\J t;, .t~~_M' ~:~(:-;~~..{. t)

~7.l~

\!~~::;{;~

\;.~~t~r:

. TATION

SERVICES

Hong Kong (.

\

$14,715

.9,598

$49,549

$207,704

25,649

135,199

9,465

40,245

99,991

41,769.

14,167

27,807

83,743

London

37,546.

11,316 ..

.78,074

~Syd"ney

38,240

. 10,109

29,212
~28,~67

76'.,.
&1&;"..

Al-Khobar

32,636

. 10,088

27,219

Frankfurt

28,491

..

Singapore

,

'.

j.

!!
,

$143,440
99,961
:. 50,281-

Geneva

,

TOTAL

;

-

.

2_0\PJSDE

GOODS &

TRANSPOR-

HOUSING

Tokyo

-

:

_.._-_.__._-_.--_._--'~'..-_.

---~--

.

.

.

69,943.

10,199

30,239

68,929

37,447

8,031

21,992

67,470

Mexico City

35,886

"7,006

21,115

'64. ,001

Chicago

27,046

8,599

,

Buenos Aires
\

1

-

24,94~

: ~:.

60,588

-'

The table is based on a.U.~. family of four with a' base .salaryof
$75,000. Locations selected for the living cost comparisons.are tho'se
where American families.in this income bracket typically reside;
Housing costs are based on home~ or apartments rented by the
expatriate families and vary in ~izebetween six and niDi rooms
acco~ding

to location. '~esides

rent~l'costs,

and insurance are ind~~ed..

annual expe

S6 for utili~

.

-. . . ,.
"
/
Transportatian costs.include fIXedand operating costs for one .
automobile as wen as public comrilUtationwhere appropriate. Costs of
.goods and services indiIde the total amounts paid (including sales tax)
for food at .home, food.awayfrom .home, tobacco, alcohol, household
furnishings and operations, clothing, domestic services, medicalcare,
'personal'care and recreation.
'.'
~.,
.
Taxes are n9t .induded. Actual tax~s willvary greatly depending
~uponthe t~~lanning techniques used by C'ompaniesin accordance
with their

reimbursement

policies.
.

Sourcc. RUnlhCllnCfInlcrn;lhonal

'.:0
. "..

.

.

.

,

".

.

.

APPENDIX D
RELATIONSHIP ACCULTURATION SKILLS
AND LEVEL OF CULTURAL TOUGHNESS

Relationship

between Pre-departure Expertise in Overall Acculturation
Cultural Toughness and Future Level of Acculturation
Degree

of Expertise

In Acculturiltion

High

LOW
lfVEL
OF
ClILTURAl
TOUGHNESS

MODERATE

Skills

Average

Low

HighlV
Effective

Effective

SUrviVill

Effectil,e

Su rviVilI
'.

HIGH

Skills,

Survival

Poor
Performance

Poor

Performance
Failure
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